identification of the outcomes, leaders can double back to solve the underlying reason for the gender perception. Bleijenbergh et al. (2018) expand more deeply into the gender neutrality of organizational learning in their article "The gender subtext of organizational learning". The authors employ gender subtext analysis to evaluate Argyris and Schon's theory of organization learning (1978) as they explore if the theory is rightly gender neutral. As the authors identify and not unusual for the time period of the theory design, Argyris and Schon's theory builds from white middle-class masculine interactions. However, the theory embraces both a masculine and feminine aspect through the interaction of the single-loop (masculine) and double-loop (feminine) learning. As the authors determine, the best implication to learnings is a balance of the masculine learning model I approach and the feminine learning model II approach. As a result, practitioners should cultivate methods of alternating the masculine and feminine based upon the context of the organizational problem. Further to managing the altering of perspectives, the authors propose that practitioners "extend the domains of organizational learning to the lower organizational echelons". Through both altering and expanding, practitioners can improve upon the theory of organizational learning as they implement a gender inclusive environment. Brazil et al. (2018) in "Universities as inclusive learning organizations for women" also use former learning organization models to evaluate the gender question as they evaluate Senge's (1990) The Fifth Discipline to determine if the model fits in a higher education setting. The authors view women in faculty and academic leadership roles. They review each of Senge's five disciplines as they assess challenges and possibilities within each. In each of the five disciplines the authors highlight situations and areas of focus easily noticeable for practitioners in any setting. The authors conclude with some very clear next steps for practitioners to consider in the pursuit of making higher education a true learning organization. A true benefit of this paper is that the lucidity in each situation links to the five disciplines, and the notions throughout the paper can immediately apply in situations well beyond that of higher education as the authors examples apply well beyond the context of the article. Lord et al. (2018) continue with the theme that prior organizational learning studies may have under-explored the impact of gender in their article "Unseen and unheard? Women managers and organizational learning". The authors outline the social construct of invisibility and the detrimental impact of invisibility on tacit knowledge. From an inclusive perspective, the authors highlight how gender impacts social perspective of learning and limits the interplay that results in learning. For practitioners, the implications are clearensure everyone is involved in the conversation. To validate their findings, the authors utilized four semi-structured interviews with six women over a 12-month period. The women were chosen because they were part of a 24-person group with a peer-set of equivalent demographics. The results point directly to the changes that a practitioner can apply in group settings. Of utmost importance for the practitioner is ensuring that gender does not generate a platform for non-inclusion during critical moments as learning is cocreated. And, in generating a platform of inclusion, practitioners should appreciate that organizations are not gender neutral and any position of non-inclusion can greatly weaken the ultimate organizational outcome.
The book review in this issue of The Learning Organization may provide the most salient declarations for practitioners on inclusion and gender. As Natasa Rupcic outlines from the book "Learning in Organizations: Complexities and Diversities", "creation of knowledge in organizations takes place in the context of social relationships and within different forms of networks". As a practitioner, one takes on the responsibilities of ensuring a strong social context inclusive of all. With gender accounting for an almost equal dividing line in many industrialized workforces, a practitioner must remove the divides by ensuring we see all, hear all and include all in pushing the organization toward learning and success.
